Research has recognized the important role of personality in developing and selecting employees and in determining behaviour at workplace. Personality is believed to affect decisionmaking, problem-solving, conflict management, and stress management. This stems from the assumption that role conflicts and organizational stress are also manifestations of the underlying turbulence of one's personality predispositions. This paper reports the results of the threephase study conducted in Maruti Udyog Limited to understand the different behaviour patterns in workplace.
I n the last few years, management and career development practitioners have recognized the important role that personality plays in both developing and selecting employees. Across employment sectors, concerns about employee integrity have led to the development of honesty and integrity testing -one version of personality assessment. The current corporate emphasis on teamwork, communication, and cooperative problem-solving paves the way for how personality affects people's ability to work together. Research on the importance of personality suggests that although ability is very important in determining if an individual can do a given job, it provides little insight into whether an individual will do a given job (McHenry, et al., 1990; Mount and Barrick, 1995; House, Shane and Herold, 1996) . Research also shows that personality plays a giant role in the underlying components of behaviour at the workplace (Bauer and Green, 1996; Day and Bedeian, 1995; Jain, et al., 1996) . Researchers have linked personality dimensions to a number of industrial and organizational factors including absenteeism (Mowday, Porter and Steers, 1982) , employee reliability (Sackett and Harris, 1984) , leadership (Ghiselli, 1971) , organizational climate (Schneider, 1985) , employee satisfaction (Staw and Ross, 1985) , work motivation (Korman, 1976) , and job scope.
People may differ in their personality predispositions, abilities, interests, and cognitive domains which affect their attitude towards work and management, level of job satisfaction, degree of role conflict, level of organization stress, and overall work motivation and perception towards job and organization. Personality factors have a direct bearing on the adequacy with which people can fulfill the functions of their jobs. Personality affects decision-making, problem-solving, conflict management, managing politics, and coping with stress. It helps us understand how others are different from us despite similar experiences and situations. Personality predicts how well we do in terms of 'contextual performance' (i.e., commitment, absenteeism, involvement, dedication, and interpersonal facilitation).
Studies have been conducted by using Myers-Briggs Types Indicator, (MBTI) (McCrae and Costa, 1989; Fitzgerald and Kirby, 1997) on the basis of the 'Big Five' model of personality. These five factors of personality are extraversion, agreeableness, conscientiousness, emotional stability, and openness to experience. Research (Barrick and Mount, 1991; Tett, Jackson and Rothstein, 1991; Judge, Martocchio and Thorenson, 1997) on the 'Big Five' has also found important relationships between these personality dimensions and job performance. The preponderance of evidence shows that individuals who are dependable, reliable, careful, thorough, able to plan, organized, hard working, persistent, and achievement-oriented tend to have higher job performance in most if not all occupations (Mount, et al., 1994) . Consistent with these findings, evidence also finds a relatively strong and consistent relationship between conscientiousness and organizational citizenship behaviour (Organ, 1994) .
There is almost a universal assumption that the personality and interests of individuals can have a marked influence on their work performance and on the extent to which people adjust to their jobs. In some circumstances, personality factors do have an influence on jobrelated behaviour via a motivational route. Needs of an individual play a major role in determining his/her performance and job satisfaction. Identifying the need structure of the employees and the role of various motives in individual's satisfaction and performance in the organization as well as in group performance has become mandatory for effective working of the individual and the organization. The recognition of the importance of needs as a major determinant of work-related factors can be dated back to Hawthorne Studies (1927 Studies ( -1932 whereby the needs and motivation of employees became the primary focus of managers. With the advent of the human resources movement, a new concept of man emergedthat man works not for money alone but also to satisfy his/her higher order needs such as the need to be recognized and appreciated which would lead to a sense of achievement.
Differences in the need patterns and cognitive orientations make an individual perceive, adjust, and contribute to work in different ways and in different degrees which also consequently determine the criterion of one's fitness or success in the job. Role conflicts and organizational stress are also manifestations of the underlying turbulence of one's personality predispositions.
The importance of personality and need patterns in determining job outcomes and the focus on teamwork, communication, and cooperative problem-solving would lead to another important imperative -need orientation of behaviour. It focuses on the intrapersonal need orientation of an individual which, in turn, determines his/ her outcomes on job and his/her dealings with others through interpersonal sensitivity. The focus of this study is on understanding the need behavioural orientation of Dynamos and Drones. The Dynamos are the persons who are always required in an organization-those who are high on performance, motivation, and satisfaction and low on stress, conflict, and absenteeism; they are the performers in any organization. The Drones are the persons who are high on stress, conflict, and absenteeism and are low on motivation, satisfaction, and performance; they are the cribbers. Ubon and Joshua (2004) conducted a survey on 700 employees from public services departments in Nigeria to assess whether the need satisfaction variables of employees can be used to predict their level of job performance. They found that physiological, security, social, self-esteem, and self-actualization needs are significant predictors of job performance of employees.
LITERATURE REVIEW
In a study of personality, psychopathology, and job satisfaction of managers and engineers, Lather and Goyal (2003) found that the personality orientation of extremely satisfied employees showed good imagination, creativity and intelligence, good interpersonal relationship, and psychological maturity while that of extremely disatissfied people showed good interpersonal relationship, psychological immaturity, depression, and hostility and aggression. The personality orientation of very satisfied people showed coherent logical thinking, hostility and aggression, poor self image, symptoms of hypochondria, and thought blockade while the personality orientation of dissatisfied people showed coherent logical thinking, heightened sexual anxiety and pathology, poor self image, symptoms of hypochondria, and thought blockade. The personality orientation of moderately satisfied employees was found to have good imagination, creativity and intelligence, psychological immaturity, and hostility and aggression. They possess heightened sexual anxiety and pathology, psychological disturbance, and personal health concern. They were preoccupied with unjustified doubts and reluctant to confide in others.
In a study of 100 employees, Rana (2001) found that: • Organizational stress has significant negative correlation with achievement, order, autonomy, affiliation, succorance, nurturance, and endurance and significant positive correlation with aggression.
• Job satisfaction has significant positive correlation with achievement, order, autonomy, affiliation, succorance, nurturance, and endurance and significant negative correlation with heterogeneity and aggression.
• Absenteeism has significant negative correlation with achievement, order, autonomy, succorance, nurturance, and endurance and significant positive correlation with exhibition and aggression.
• Work performance has significant positive correlation with achievement, order, affiliation, nurturance, and endurance and significant negative correlation with aggression.
• Work motivation has significant positive correlation with achievement, order, autonomy, affiliation, succorance, dominance, nurturance, and endurance. Rana (2001) further reported that achievement-oriented employees perceive a low level of organizational stress and role conflict specifically when they score high on the measures of order and nurturance and are less prone to be absent in the work setting. An employee having the trait of succorance is flexible in his or her behaviour, has fewer chances of absenteeism, and is less prone to perceive organizational stress. According to Rana, those employees who are achievement-oriented, systematic, persistent, and having the traits of agreeableness and openness tend to be better performers and those having the traits of affiliation and nurturance tend to be cooperative and better team workers and have higher level of satisfaction.
Skibba (2002) conducted a study on Wisconsin firefighters to evaluate how personality and job satisfaction affect job performance. He found that job satisfaction was negatively correlated with dominance, tension, and independence and job performance was positively correlated with the personality factors of liveliness, leadership potential, and self-esteem. He also found that the more positive a person, the better he/she performed.
Another study on fire-fighters by Baute (2000) found that the primary factors of emotional stability, utilitarianism, practicality, and traditionalism were related to high performers. He also found that high performers were more tough-minded, resolute, unempathetic, utilitarian, objective, unsentimental, grounded, practical solution-oriented, emotionally stable, adaptive, mature, traditional, attached to the familiar, and more accommodating, selfless, and agreeable.
Abraham (2000) reviewed personality on the basis of cynicism towards an organization and found that personality cynicism was the best predictor of job satisfaction. Goffin, Rothstein and Johnston (2000) found that both extroversion and dominance were correlated with job performance. Lunenburg (1992) used 16PF in his study and found that the factors of dominance, imagination, self-sufficiency, and warmth were related to above-average performance. Schuerger and Ekeberg (1994) found similar results in their study which compared the five global personality traits with performance. They found significant correlations between performance and extroversion, anxiety, tough-mindedness, independence, and self-control. Reiber and Lichtman (1999) investigated the relationship between personality characteristics, social support, coping responses, and work outcomes. The work outcome variables included job performance, job satisfaction, intentions to stay, and strain and conflict between work and family. The findings revealed that personality characteristics and social support were significantly related to job outcomes. Judge, et al., (1998) demonstrated that individuals with positive self-evaluations were more likely to assess their job satisfaction at higher levels than individuals with less positive selfevaluations. In their research, self-evaluation consisted of four dispositional traits: self-esteem, generalized selfefficacy, locus of control, and low neuroticism.
Most studies dealing with job satisfaction in relation to personality are conducted in large organizations; however, very few have been done to view the impact on smaller organizations (Morrison, 1997) . There are many different personality factors that have been correlated with job satisfaction but, overall, there are two traits that have significant correlations: locus of control and negative affectivity. Locus of control has been correlated with job performance as well as job satisfaction. Negative affectivity is correlated with job dissatisfaction because if people feel negative overall, they will be negative about their job as well (Spector, 1997) . On the basis of past researches, Hogan (1991) found that dominance, exhibition, and achievement are possible predictors of managerial performance. Day and Silverman (1989) found that job relevant personality traits significantly predicted job performance.
Using the framework of MBTI which assumes that individuals differ along four primary dichotomous preference dimensions: extroversion-introversion (EI), sensing-intuition (SI), thinking-feeling (TF), and judging-perceiving (JP), Myers and McCaully (1985) found that preferences on the MBTI have link with such outcomes as job satisfaction, decision-making style, and the acceptance of various managerial roles. Sylvia and Hutchinson (1985) prophesied that true job satisfaction is derived from the gratification of higher-order needs, i.e., social relations, esteem, and self-actualization rather than lower-order needs. Singh and Srivastava (1983) collected data on the need for achievement and job satisfaction of 150 blue-collar workers -half low-producing and the other half high-producing -on the basis of 'hours saved.' Their results suggest significant positive relationship between satisfaction and productivity for high achievers than for low achievers. Mathews (1982) reported that several personality characteristics such as employee's hostility, aggressiveness, competitiveness, and sense of urgency were significantly related to occupational stress. Pareek and Keshto (1981) found the nature of work, adequate earning, responsibility, independence, respect, recognition, and achievement as most important factors contributing to the job satisfaction of middle managers. Lal and Bhardwaj (1981) found relation with co-workers, responsibility, relation with the supervisor, the supervisor's help in work, and work itself as most important factors contributing to the job satisfaction of the supervisors. Porter and Steers (1973) found that employees with extreme levels of emotional instability, anxiety, low achievement orientation, aggression, independence, selfconfidence, and sociability are more likely to be absent than employees with more moderate levels of these personality traits. Singhal and Upadhyaya (1972) found opportunity for promotion, job security, working condition, work group and opportunity for growth, use of abilities, responsibility, home life, recognition and working conditions as most important factors contributing to job satisfaction of the supervisors. Pestonjee and Basu (1972) conducted a study on 80 executives and found that motivators (achievement, recognition, responsibility, etc.) contributed significantly more towards job satisfaction than hygiene (job) factors in public sector while in the private group, motivators contributed significantly towards the feeling of dissatisfaction. Dayal and Saiyadain (1970) found that the factors contributing to work satisfaction in the order of importance are: achievement, recognition, growth, responsibility, interpersonal relationships, achievement, and work itself. The factors leading to dissatisfaction are: supervision, working conditions, company policies, and administration. Bouchard (1969) examined a variety of personality traits as measured by the California Psychological Inventory and found sociability to be consistently related to overall performance in group problem-solving. Zander and Forward (1968) concluded that, in group settings, individuals high in achievement motivation are inclined to strive for successful task accomplishment regardless of their roles and responsibilities within the group. There is considerable research on personality characteristics and their relationship with absenteeism. Several studies found a moderate relationship between self-reported anxiety and absenteeism (Sinha, 1963; Pocock, Sergean and Taylor, 1972 and Bernardin, 1977) . Other studies have reported significant relationships between absenteeism rates and other indices of personality characteristics like perfectionism and hardiness (Tang and Hammontree, 1992; Flett, Hewitt and Hallett, 1995) . Arsenault and Dolan (1983) reported that personality has no bearing on absenteeism.
METHODOLOGY

Sample and Procedure
A sample of 100 associates in the age range of 27-48 years was selected from Maruti Udyog Ltd. The study was conducted in three phases.
Phase I
In this phase, Organizational Stress Questionnaire, Work Motivation Questionnaire, Job Satisfaction Scale, and Role Conflict Scale were administered on all the 100 subjects and secondary data on their work performance and absenteeism were collected. While the data for absenteeism were collected from the records, the data for work performance were collected by 360-degree rating of the employee (Table 1) . Organizational Stress Questionnaire: This questionnaire was developed by Shailendra Singh in 1989 to measure organizational stress. It is a 33-item questionnaire consisting of both positively and negatively keyed items in which each statement is rated on a 5-point scale. This test can be administered individually or in groups. The test measures ten dimensions of stress (Box 1) and takes around ten minutes to complete.
The standard alpha reliability for the ten dimensions are as follows: Lack of group cohesiveness (0.80), role conflict (0.81), feeling of inequality (0.90), role ambiguity (0.73), role overload (0.83), lack of supervisory support (0.83), constraints of change and rules/ regulations (0.61), job difficulty (0.63), job requirementcapability mismatch (0.65), and inadequacy of role authority (0.79). The content validity of the test is 0.80. Work Motivation Questionnaire: This questionnaire was developed by K G Aggrawal in 1988 to assess the level of motivation of the employees. The test consists of 26 items related to overall job satisfaction, pay, rest, promotion, benefits, work, pattern of working, work environment, chance to learn, chance to use abilities, chance for change, decision, assignment planning, help from peers, encouragement directions, informal relations, help from immediate superiors, recognition, responsibility, 
Phase II
In the second phase, 41 out of 100 subjects were identified who obtained low scores on organizational stress, role conflict, and absenteeism and high scores on work motivation, work performance, and job satisfaction. They were categorized as Dynamos. Out of 100 subjects, 24 were identified who obtained high scores on organizational stress, role conflict, and absenteeism and low scores on work motivation, work performance, and job satisfaction and were categorized as Drones. There was also significant difference between Dynamos and Drones on organizational stress, role conflict, absenteeism, work motivation, work performance, and job satisfaction (i.e., job outcome factors) ( Table 2) .
Phase III
In phase III, the Edwards' Personal Preference Schedule was administered to Dynamos (41) and Drones (24) to compare the need orientation of their behaviour.
Edwards' Personal Preference Schedule
The Edwards' Personal Preference Schedule was developed by Allen L Edwards in 1959 primarily as an instrument for research and counselling purposes and to provide quick and convenient measures of a number of relatively independent normal personality variables. It consists of 128 statements derived from the theory of Murray (1938) which measures the rating of individuals Note: High score on job satisfaction means low job satisfaction and vice versa.
Box 2: Edwards' Needs Dimensions
• Achievement: To do one's best, to be successful, to accomplish tasks requiring skills and efforts, to be a recognized authority, to accomplish something of great significance, to do a difficult job well, to solve difficult problems and puzzles, and to be able to do things better than others, to write a novel or a play.
• Deference: To get suggestions from others, to find out what others think, to follow instructions and do what is expected, to praise others, to accept the leadership of others, to read about great men, to conform to custom, and to avoid the unconventional to let others make decisions.
• Order: To have neat and organized written work, to make plans before starting on a difficult task, to have things organized, to make advance plans when taking a trip, to organize details of work, and to have things arranged so that they run smoothly without change.
• Exhibition: To say witty and clever things, to tell amusing jokes and stories, to talk about personal adventures and experiences, to say things just to see what effect it will have on others, to talk about personal achievements, and to be the centre of attraction. • Autonomy: To be able to come and go as desired, to say what one thinks about things, to be independent of others in making decisions, to do things that are unconventional, to avoid situations where one is expected to conform, to criticize those in positions of authority, and to avoid responsibilities and obligations.
• Affiliation: To be loyal to friends, to participate in friendly groups, to form strong attachments, and to write letters to friends.
• Intraception: To analyse one's motives and feelings, to observe others, to understand how others feel about problems, to analyse the behaviour, and the motives of others, and to predict how others will act.
• Succorance: To have others provide help when in trouble, to seek encouragement from others, to have others to be kindly, to receive a great deal of attention from others, to be helped by others when depressed, to have others feel sorry when one is sick, and to have a fuss made over one when hurt.
• Dominance: To argue for one's point of view, to be a leader in groups to which one belongs, to be regarded by others as a leader, to be elected or appointed chairman of committees, to make group decisions, to persuade and influence others, to supervise and direct the actions of others, and to tell others how to do their jobs. 
RESULTS AND DISCUSSION
In order to see the significance of difference between the Dynamos and the Drones on various need orientation of their personality, t-test was conducted and the results show that the Dynamos are significantly higher on achievement, order, and autonomy compared to the Drones (Table 3) .
Specifically, the results suggest the following personality need orientation of Dynamos:
• doing their best in every endeavour, being successful, and accomplishing tasks requiring skill and effort • feeling the need to be recognized as an authority by doing difficult jobs effectively • expressing themselves by creative writings
• preferring neat and organized work and making plans before beginning a difficult task • wanting autonomy in their work and decisionmaking and avoiding situations where they are expected to conform. The results also show that the Dynamos score significantly higher on affiliation, succorance, and nurturance. These three components of need orientation together form the key ingredient for building interpersonal relationships. This suggests that the Dynamos prefer to participate in friendly groups and form strong attachments. They also like to seek encouragement, attention, and kind behaviour and seek help from others in distressing situations. Further, they believe in helping friends in trouble, assisting those who are less fortunate and treating them with kindness, sympathy, affection, and generosity. The Dynamos' high score on endurance shows that they keep pursuing a job till it is finished, complete any job undertaken, work hard at a task, and put in long hours of work without distraction. This accounts for this self-regulatory, self-directed, and selfmotivated behaviour which gives a partial explanation of their being high on job satisfaction, work performance, and motivation and low on absenteeism, stress, and conflict.
The result also shows that the Drones' scores are significantly higher on heterosexuality and aggression. They are more social towards the opposite sex, attack contrary points of view, tell others what they think about them, and criticize and blame others publicly when things go wrong. This results in poor interpersonal relationship.
Table 3 also indicates that there is no difference between the Dynamos and the Drones on deference, exhibition, interception, dominance, abasement, and change. Exhibits 1 and 2 show the need orientation of personality of dynamos and drones.
CONCLUSION
In order to grow and be successful, an organization needs a workforce of more and more Dynamos (i.e., individuals high on work motivation, work performance, and job satisfaction and low on organizational stress, role conflict, and absenteeism). To identify dynamos, it is necessary for the organizations to assess the need orientation of behaviour, which focuses on the intrapersonal need orientation of an individual which, in turn, determines outcomes on job and his/her deal- ings with others through interpersonal sensitivity. As is evident from the present study, a Dynamo should have the need personality orientation of order, endurance, and achievement which account for one's desire to give his/ her best, be successful, plan work, and keep pursuing a job till it is complete. Further, a Dynamo should certainly have the need orientation of affiliation, succorance, and nurturance as these three components together form the key ingredient for building interpersonal relationships which help an individual in becoming a good teamworker, cooperative problem-solver, and a good communicator. For transforming employees to be a part of a more productive human resource (Dynamos), the organizations can conduct sensitivity training and rational emotive therapy training besides those focused on stress management, conflict management, and interpersonal management. To conclude, the study is useful for organizations while making recruitment as the employers can select those employees who are high on the traits of order, endurance, achievement, affiliation, succorance, and nurturance and low on aggression and exhibition. 
